In light of the so-called globalization of business life and the expansion of transnational organizations, the concept of "transnational business masculinity" has been developed to describe a new form of masculinity among globally mobile managers. This chapter engages with this debate by focusing on gender and masculinities in the context of transnational corporate labor markets, and specifically large transnational companies that are involved primarily or very substantially in knowledge work. The chapter examines the intersections of gender relations, local/national context, and transnational processes within knowledge work and management. It interrogates the complex interrelations of gender, specifically constructions of men and masculinities, with nationaltransnational intersections -in and between both professional knowledge work and its management, and everyday lives and work-life boundaries.
In 2005, the gender equality law was strengthened. Employers with thirty or more employees that do not produce a gender equality plan may now face a fine, whereas previously there were no such sanctions. The Equality Act was further amended in 2014. The most important changes include the broadening of equality planning obligations to schools, and the inclusion of a prohibition on discrimination based on sexual identity and the expression of one's sexuality. There is also an obligation on employers to monitor the wages of women and men in their organization, as part of the governmental policy to eradicate the wage gap, as codified in the amended Act (Laki naisten ja miesten tasa-arvosta 2014). In order to gain the necessary comparative information for complaints on gender wage discrimination, however, one needs to go via the Ombudsman for Equality, which is likely to slow their processing. As with other Nordic societies, Finland is characterized by relatively high gender equality and high levels of women's participation in politics, public life, and the labor market. Even so, various gender inequalities persist, emerging from both within and outside these formally equal structures and processes. For example, gender segregation remains in employment, and gender inequalities as well as gendered management structures thrive in business. The main focus of gender politics, debates and interventions in Finland has been on the analysis and policy development of the gender equality agenda at the intersections of state, welfare, labor markets, education, family, community, civil society, and to some extent broad employment policy. The law requires a minimum of 40% representation for both women and men on all state committees, commissions, and appointed municipal bodies. While there has been a considerable expansion of Finnish research on gender, management and leadership in recent years (Lämsä et al. 2007) , the whole question of gender equality has received less attention in business leadership and management.
Finland has a historical tradition of women working full-time, rather than a "housewife" culture, as, for example, in Germany, Norway or the UK. It also lacks a tradition of au pairs or nannies.
However, while state-sponsored childcare is available, if requested, it is common for women to take up maternal/parental leave when children are young. Men use less than 7% of parental leave days in Finland (Haataja 2009). A home care allowance system enables parents to stay at home, sometimes part-time, until their children are three years old. This possibility is, also, mainly used by mothers.
The home care allowance system is currently in the process of amendment, and the main political parties have discussed if the time should be shared by both parents equally. In Finland, there is also legislative support and services for parents to return to their previous employment or education fulltime. In spite of omissions in policies and practices, Finland has among the highest figures for women's full-time labor market participation.
While there is a strong culture in Finland of women working, there is also strong gender segregation in the labor market, with in effect two labor markets: one for women, another for men.
This combination of high full-time employment of women, together with gendered labor market segregation may partly explain, along with the history of Finnish citizenship, the particular Finnish ethos of gender-neutrality. This tends to pervade the gendered practices of citizenship, caring and working, and gender segregation in labor markets. It involves widespread assumptions in public debate and amongst policymakers and business leaders that inequalities between women and men have been overcome and gender equality has been achieved; thus, relative gender equality can be combined with a particular form of gender-neutrality that does not strongly recognize gender and gender power relations (Parvikko 1990; Rantalaiho 1997; Ronkainen 2001) , in contrast to, say, public ideologies in Sweden.
Finland has high levels of higher education, international competitiveness, 4 labor flexibility, and social and economic performance. Notwithstanding this, the gender pay gap between women and men in Finland persists at about 17%, higher than the EU average.
In sum, Finland is a complex case in terms of societal and social gender relations. An ideology of gender-neutrality has been coupled with a relatively wide acceptance of the principle, if not the practice, of gender equality across the political spectrum that operates at least at the rhetorical level, and to some extent through policies on work, education and welfare.
In the following sections our two studies are discussed in more detail. Both studies cover a crosssection of companies and include knowledge management and knowledge professionals. In 4 Finland's competitiveness, or the lack of it, has been under intense public debate since the economic downturn of 2008. The ideology of high competitiveness, coupled with a neoliberal ethos, also impacts on gender equality (Julkunen 2009). In the light of current political and policy discussions, it is possible, for instance, that the right of daycare for children will be limited in future. Among the participating companies, seven were selected for a more detailed investigation of the development of gender equality policy, as well as the lives of the middle and top managers (Hearn, Piekkari and Jyrkinen 2009). These seven represented a cross-section of companies, with two of the companies relatively active in terms of gender equality (with a Gender Equality Plan, at least two other gender policies and at least one woman on both the board and in top management), two moderately active (Gender Equality Plan, one gender policy or no Gender Equality Plan and two or more gender policies, at least one women on the board), and three not active (no Gender Equality
Plan or other gender policies, and no women on the board). Of the forty interviewed top and middle managers, half were women and half men.
Out of the women interviewees, eight had a top managerial position and twelve were in middle management, in contrast to twelve men top managers and eight men in middle management. The interviewed women were younger than the men informants: women's average age was approximately forty-three, while that of men was approximately forty-nine. These reflect the gendered patterns in management and leadership more generally: older men are "in power", and middle management is taken care of (increasingly) by women managers. Women and men managers also differed in their family relationships, with women managers tending to have more career-oriented partners and fewer children (women 1.05; men 2.50 children), and men managers generally in more conventional marriage-type social relations and lifestyles, with wives fulfilling housewife roles and not pursuing comparable careers (Hearn et al. 2008) . Men managers are often in effect "father managers" (Hearn and Niemistö 2012).
Introducing the men managers
The top and middle men managers interviewed generally already had relatively well-structured career plans during their higher education studies, and a strong career orientation was a common factor among the men interviewed. Career building took place in different forms, but in particular so that the men had multiple work experiences and tasks within the same company, with, for example, more experience working as expatriates on foreign assignments compared to the women interviewed in this first data.
The men's education and university degrees were often in highly male-dominated areas of studies and research, especially engineering and technology, as well as to a lesser extent business studies and law. In that sense, engineering and related masculinities could be said to be one major Strong stereotyping of women in contrast to men was present in many interviews. Masculine corporate culture was not seen as a problem as such, but was mentioned as a hindrance for some women who were expected to adjust to its rules and practices. One top manager put it succinctly, "I gained a better understanding of front line operations after the time with the boys at headquarters!" (Top manager, man, our emphasis) The interviewees did not present homosociality as a problem as regards to recruitment or career development, but rather they cherished it.
Gender (in)equality within national "gender-neutrality"
Interestingly, most interviewed men tended to deny that there were any gender equality problems in their corporations, or at least any serious ones, although some did at the same time admit that there were few or even no women in top managerial positions or on the company board. This was explained by the men managers themselves mostly with reference to women's and men's segregated educational background, rather than in terms of the gendered structures of organizations, a topic that many sought to deny. An assumption and ideology of gender-neutrality was strongly present in the data, echoing some of the features noted in our discussion of the Finnish context. For example, one interviewee insisted that promotion is a "neutral" process in his company, although in Some interviewees were clearly uncomfortable discussing gendered patterns in their organizations.
Gender inequality was always somewhere else, not in their own organization (see Korvajärvi 1998), in keeping with the supposed "gender-neutrality" noted. One manager (middle manager, man) was astonished that gender equality issues are studied at all. He wondered whether "equality [is] a problem to some companies? I cannot see how …" Interestingly, he explained how he belongs to a club of young men in the company, the purpose of which is to "socialize and have fun. Another clearly national feature of the men stemmed from the fact of military conscription for men in Finland. Indeed, it was also common to refer to the army as a background for one's managerial skills and some used army-related terms (for example, speaking of subordinates as "troops") when they spoke about management and leadership. This reflects the common discourse associated with "strategy talk" and strategizing that managers are taught, for example, in executive education and MBA programs. In addition, some interviewees showed aggressiveness toward the (woman) researcher in relation to the sensitivity of the topic of gender equality in corporations.
Gender (in)equality in home-family relations
While the employing organizations in question were large transnational companies, these "transnational" business men managers generally presented themselves as having a strong domestic base -in both national and family senses. It would be difficult to characterize them strictly in terms of the "transnational business masculinity" described by Connell and Julian Wood (2005) . Rather, their domesticity involved in most cases both strong national associations and commitments, and strong family locations, perhaps linked to the small country identity (cf. Reis 2014). Their careers and careerism had been much facilitated by the fact that in many cases their wives had given up their studies and/or professional life. Instead, these wives had stayed at home as "managing As in the last quote, segregation within the organization is reconstructed in terms of gendered stereotypes of women and men. Although women are valued for their social skills those skills are not considered important for corporate management. This kind of framing is also likely to have an impact on the possibilities for promotion as, for example, experience of line management is often demanded in order to be able to proceed to the next level toward leadership positions in senior management and corporate boards.
The interviews with the men managers were also highly heteronormative, in their taken-forgranted and naturalized assumptions of heterosexuality and heterosexual relationships. Also their family structures tended to be conventional. Gender and sexuality were understood from a strong heteronormative perspective, with a "non-gendering" of men throughout. For example, one man noted that sexuality was "less of a problem in our organization as the sector is so male-dominated"
(top manager, man). Nearly all emphasized how important the time with their (nuclear) family is, and how they preferred to invest in "quality time" with their children and wife. The caring role, however, is already highly gendered in itself, and even more so in the context of men managers' families. In the following quotation a man top manager implicitly expresses how the duty to care for
The challenging, "mind-shatteringly difficult," work is a salient part of their identity -they are the men who have made it and consistently prove that they are able to make it again. The top manager men, in our data, do not position themselves as specifically being at work; rather they are breathing and living the organization -to some extent because some of them partly own the company they work in, and the rest of them are aiming for ownership. Once the managers make it to the top, however, they realize there is no time to rest, for the top is also layered with levels of hierarchy and others are ready to elbow out those who show weakness or stagnation:
You cannot call it a pack of wolves, but still. If you get weak enough you will be abandoned or eaten alive. (Top manager, man, Finland) Therefore the competition never ends and the top men have to prove over and over again their capability to work hard and successfully, to be "ideal" for the work. The type of "ideal worker" in question here seemed to be highly educated, successful, white, "well-presented," heterosexual, able- 
Gender (in)equality within corporate "gender-neutrality"
In these organizations there are fairly equal numbers of men and women at the lower levels of the organization (entry level, and even middle management), but mainly men at the senior-levels, and masculine discourses were pervasive across the organizational hierarchies. Thus, these corporations are not neat, uniform asexual structures, but they are amalgamations of groups of women workers and groups of men workers (Hearn and Parkin 1995) . Yet, these large transnational knowledgeintensive business organizations also see themselves and market themselves as being the most equal organizations in the world. There is a strong rhetoric of "gender-neutrality" throughout. Indeed, on a superficial level they are equal: in line with meritocracy, only numbers matter, for example, as billable hours, sold projects, and staff efficiency measured in utilization percentages. According to Karen Geiger and Cheryl Jordan (2014, 263) meritocracy, or the myth of meritocracy, is one of the assumptions underlying capitalism and proposes that those who succeed are the most qualified, without acknowledging the advantages that come with privileges. On a formal level, there are diversity and equality programs in these corporations; and diversity and equality were strong slogans in these knowledge-intensive companies, as discussed above. These features were hardly visible in practice, however.
The double standards of equality, and especially equality in career promotions, were pinpointed by a young female respondent in the lower level of the organization talking about her male colleagues networking with managers in order to get a promotion, even if meritocracy is the "official" standard of measurement in evaluation and performance appraisal:
A kind of a competition is visible; some people seem to go talk to the managers all the time, Further, the ambiguous role of "diversity" in the organization was vividly illustrated by a top manager who celebrated diversity in their corporate rhetoric, claiming diversity as one of their "key values":
Our workers are horribly much from the same mold. If we wouldn't put "Diversity" up there for everyone to see, the truth of what we are would be revealed (Top manager, man, Finland)
He claimed that those values or characteristics that are non-existent in the organization are elevated to slogans. One way to silence inequalities is to make a lot of noise about the organization being equal, or even obscure homogeneity by giving diversity a very public profile. In many ways, diversity was seen as analogous to having both male and female employees in the organizationswithout specifying their level or power in the organizations. Talk about visible social categories, such as skin color, ethnicity, and disability, were largely absent in the data, and less visible categories, such as sexual orientation or religion, were also downplayed.
Gender (in)equality in home-family relations
These conditions create a demanding atmosphere for workers who would prefer to maintain their boundaries regarding work and non-work. Although there is considerable societal variation in the extent to which the traditional male breadwinner model operates, since our data is global, it seems that women with small children tend to opt out or "opt low," mainly as a result of neoliberalist Interviewer: Does your wife work in a similar field, or does she do something totally different?
Top manager: She has a master's degree in economy and she has worked fulltime during all these years. And ... she has naturally not had a similar kind of career to me. When our children were small she did work but did more regular hours without overtime, during office hours. Now when the children are older she is able to work more. But this is how we view it: my career has been more money-making than hers. (Top manager, man, Sweden, our emphases)
Even if such an answer would not be anything out of the ordinary in some social and societal contexts, in the seemingly gender equal Sweden this is portraying a traditional view on gender roles and gender contracts within the family in question, and possibly in some ways even in the society in question (Hirdman 1988; Duncan 2000) . On the other hand, this top manager wanted to point out that he had always spent a lot of time with his children. A very similar mixed narrative was told by a US top manager whose wife had only lately returned to work as a nurse two days a week. This top manager had been the primary breadwinner for many years, yet regularly spending time with his children, driving them to their hobbies and helping them out with homework. In the Finnish interviews, we also heard various mixed or hybrid narratives. On one hand, there was strong "macho talk" and work-related metaphors of extreme sport challenges and comparisons to how Robert De Niro, in the film Raging Bull, was bleeding from his ear in the boxing ring but not falling down; on the other hand narratives of childcare and devotion to family -often by the same top manager.
Interestingly, the narratives from the top managers from different countries were rather similar.
On the surface, a very "traditional" masculinity was narrated to us, yet in the interviews most also introduced some features of apparent caring and devoted fatherhood. The privileges were, as often, not verbalized or even noted, but rather taken for granted (Collinson and Hearn 1994; 1996; Hearn and Collinson 2006; Hearn and Niemistö 2012) .
Discussion
Research on work-home balance has tended to neglect global and transnational matters, while research on global management often neglects work-home relations. This chapter has interrogated the complex interrelations of constructions of men and masculinities with national-transnational and the intersections -in and between both senior professional knowledge work and its management, and everyday lives and work-life boundaries. More generally, we locate our analysis in broader discussions of gender, men and masculinities within national-transnational processes and patriarchal relations. The first study considered here ("The Large Companies Gender Equality Study") was concerned with the largest Finnish companies, and gendered transnational aspects are highlighted in the interview material in terms of the interviewees own work biographies and lives. In contrast, the second study ("The Knowledge Sector Top Managers' Work-Life Balance Study") examined high profile international knowledge companies, mainly in Finland, focusing here on the top managers and corporate partners.
The "Large Companies Gender Equality Study" showed connections between three arenas in the gendering processes of transnational management, both within corporations and within managers' own lives: careers, transnational managerial work, and personal, family and marriage-type relations.
Many men managers had a housewife at home, or a wife who worked part-time or had a far less career-oriented work history. Only one of the men managers had a wife or partner with anything like a comparable work career. In contrast, the women managers tended to be single or have a working -sometimes with comparable work career, sometimes less career ambitious -husband or partner who participated more actively in home responsibilities. In contrast, the women managers often did significantly more time management and balancing of home and work requirements than the men managers. While the women managers were often innovative in solving double burden demands, sometimes assisted by supportive bosses and companionate marriages in their careers, the men managers appeared strongly traditional. Some men emphasized that their wives had ''volunteered themselves'' to give up their careers. Additionally, for men managers, there were more traditional expatriate assignments than for women managers. Men's extended periods of time abroad appeared advantageous in the development of their varied, core-oriented careers. Expatriate assignments among the men managers also seemed to reinforce traditional gender divisions, as wives tended to stay at home with the children whilst their husbands were abroad.
The transnational consulting companies in the "Knowledge Sector Top Managers' Work-life
Balance Study" were formally international, but in practice their work was overwhelmingly business-to-business and largely national, not least in dealing with nationally-based legal and financial matters. These companies celebrated internationality and multinationality, as part of their cosmopolitan branding, but in fact they were locally owned national enterprises. In the Finnish case companies, the owners and the employees were Finns, with command of the Finnish language, due to the language requirements and special expertise areas of national corporate finance, tax, law, and business practice. Their image was dynamic, forward-looking and future-oriented, but actually they were quite traditional and somewhat bureaucratic in their organizational practices. In this sense, they might be contrasted with other knowledge intensive businesses, such as some gaming design companies. Moreover, their main concerns, in terms of both the nature of the work and the worklife balance of the knowledge professionals, managers and companies were strongly gendered and also, in many senses, national in character.
The corporations researched in both studies were still largely traditional in terms of their hierarchical form, even with the (post)modernizing corporate image of the knowledge sector companies. They were characterized by clear gendered structures and homosocial practices founded in and reproducing the "ideal (male) worker" (Acker 1990 ) and the "ideal (male) manager" (Collinson and Hearn 1996) , with few perceived responsibilities and priorities other than their own managerial work. In these organizations men's collective power was preserved partly through hegemonic constructions of men and masculinities -often via the managerial ideal of white, heterosexual, able-bodied men (WHAMs) (Hearn and Collinson 1994) . Dominant embodied forms of masculinity were socially and historically sanctioned performances or, more precisely, men's material-discursive practices, widely rewarded with power and popularity (Robinson 2005) and, for some, a means of advancing into and occupying the top positions. This embodied ideal was
simultaneously embraced yet remained unnamed, hidden or represented as "neutral" (Hearn 2012), within supposedly "gender-neutral" organizational, national, and transnational contexts. These powerful corporate leaders in and of contemporary capitalism and transnational patriarchies, are in one sense "men of the world" (Hearn 2015), yet they are also located and sustained locally in their workplace, their work-life relations, and their national context.
